The Army must enhance leader development in order to maintain the relevance of its leaders and senior leaders for the contemporary operating environment (COE) of the 21st
Century. The complex contemporary political stage and operations in support of the Global War on Terrorism have demanded a different kind of Army strategic leader. These officers must be sound tactical and operational leaders, be multi-disciplined, and possess senior management, cultural, and diplomatic skills not typically required of officers in the past. Army strategic leader development is not just important to our Army, its critical to our national defense. The development of a strategic leader takes years, possibly a career to properly develop. The Army core competency is conducting land warfare, and most educational and assignment opportunities focus on building expertise in this core competency. Army culture prefers leaders with significant tactical and operational experience over leaders that have other than tactical and operational experience. When you consider the facts, it is easy to understand why the leader developmental model centers on the tactical and operational Army. The principle question of our time is -is the current leader development model of education, training and assignment adequate enough to build future strategic leaders?
DEVELOPING STRATEGIC LEADERS WHILE MAINTAINING THE WARFIGHTING EDGE
General Schoomakers' vision is to develop Army Leaders that are multi-skilled, adaptable and flexible, comparable to the modern day pentathletes. The pentahlete has to be a superb individual athlete who competes in five very diverse and demanding athletic events. Army officers need to possess the same qualities for the military profession: unquestioned strength in their Army core competency, professional adaptability and flexibility, and multi-skilled with expertise in non-traditional areas such as multi-cultural, interagency and inter-governmental settings. All these important characteristics are the goals of the General's pentathlete vision.
The Chief of Staff of the Army's (CSA) image for future leader development, as described in the 28 July 2005 Officer Professional Management System 3 (OPMS 3) Steering Committee slide deck, describes the objectives and attributes of the soldier pentahlete. This multi-skilled soldier pentathlete must be a strategic and creative thinker, a competent warfighter, a manager of change in large organizations, a skilled statesman, and a sophisticated enthusiast of cultures. 1 Further, the leader possesses the following attributes: decisiveness, competent and confident decision making, empathetic, professionally educated, and an effective communicator. 2 The current leadership development model, albeit good, does not meet the Chief of Staff's vision of building the Army leader pentathlete. The guidance provided within the context of the CSA vision offers a superb starting pointing for improving the current leader development model, as described in Strategic Leader Development. 3 The purpose of this Strategy Research Project (SRP) is to identify and suggest necessary leader development changes in order to build future Army strategic leaders and create the pentathlete capable of handling future complex strategic military challenges. The process used in order to expose required changes will be: a discussion on contemporary challenges, describes Army core competencies and culture, reviews leader development regulation and recent development studies, and concludes with recommendations to strengthen the current leader development model.
Complex Challenges
The Army must enhance leader development in order to maintain the relevance of its leaders and senior leaders to operate in the contemporary operating environment (COE) of the 21 st Century. 4 The complex contemporary political environment and operations in support of the Global War on Terrorism have demanded a different kind of Army strategic leader. These officers must be sound tactical and operational leaders; they must be multi-disciplined and exhibit superior management, cultural, and diplomatic skills not typically required of officers in the past. 
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The current Army leader development model of "three interconnected pillars: institutional training and education, operational assignments, and self development" is sound. 19 The marriage of education, professional study, and practical experience that spans a career leads to 
A Strategy for Building Strategic Leaders
As previously discussed, the Army rewards those who remain in the muddy boots Army.
Throughout its history, the Army has embraced men of action over the more contemplative individual. The Army's jurisdiction is to win the nations wars; this requires men of action. 22 Historical examples of men of action are Washington, Jackson, Lee, Grant, Pershing, MacArthur, Patton, and Ridgeway to name a few. However, there have been great Army leaders who were more contemplative than men of action, such as Marshall, Eisenhower, Bradley, and Westmoreland. Persons of action are purposely cultivated early in the Army profession because of its core competency; however, these individuals must also develop the contemplative skills necessary to lead strategic organizations as Marshall and Eisenhower did so effectively during and following World War II. Even so, it is easy to understand why Army professionals focus on warfighting competencies over all else: The nation depends on winning wars. But as leaders mature to the highest level, there is a stocky shift from warfighting expertise to administration of enormous national assets. The nation must also depend upon this expertise. The professional challenge at this level is to maintain the range of knowledge and experience that supports the nation's ability to deter and win wars if threatened. 23 This professional capability and expert knowledge must continue to evolve as the environment becomes more complex.
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Many in the profession believe that higher education alone will strengthen the profession.
But the requirement for a master's degree alone will not increase the body of expertise necessary to produce senior Army leaders that are effective at the strategic level. Graduate level study does provide leaders an opportunity to expand their knowledge of organizations and their behavior, history, international relations, strategy, economics and government.
Additionally, graduate work gives organizations credibility with appropriately credentialed senior leaders that are managing our nation's strategic organizations. Baccalaureate or master's degrees do provide certain advantages of higher education; they show a commitment and dedication to personal improvement. However, they cannot be the sole measurement of potential. The Army has established the entry-level education requirement for the officer corps as a baccalaureate degree. But there is no real requirement for graduate education unless officers are assigned to an educational institution or within a specialty branch. However, most leader development studies place a premium on graduate education.
It is unrealistic to place a hard requirement for the officer corps to have a graduate level degree at any point in their career in order to advance. Time and opportunity for graduate studies may not be available to all officers, like the universal Captains Career Course (CCC) or
Intermediate Level Education (ILE). It is reasonable though to encourage the officer corps to pursue graduate studies as part of their self development and to provide maximum opportunities for fully funded graduate programs. 25 The key to professional development is exposure or experiential learning. Senior leaders must be exposed to the right balance of training, education, and assignments over a career in order to acquire the range of knowledge to be effective at the highest levels of service and government. The Army is a competitive profession with several promotion and selection processes.
The process proceeds according to a deliberate shrinking model -the higher you go, the fewer opportunities are available. But in recent years the Intermediate Level Resident Education opportunities have become universal and promotion rates to Major and LTC are unprecedented -better that 90%. This is due in part to supporting officer retention requirements of an Army at war; however, the system cannot sustain itself in the long term. Getting the right officer in the right position at the right time requires a critical selection process that spans a career. The challenge will be to identify and cultivate the strategic or senior leader with selection rates for promotion, training and education are so high. Currently, the first real personnel cut is selection to Battalion and Brigade Command -the 15-18 year point of service. 30 The Review of Geography above the required military and individual degree curriculum. 33 This requirement establishes a common baseline for pre-commissioning for all cadets. Further, these academic areas directly relate to the Army's core competency of warfighting and build the soldier/leader physically, mentally, and technically for future leadership and operational demands. Language and cultural exchanges should be encouraged, with incentives for cadets proving expertise in this area. 34 Cross cultural education and expertise is desired in developing senior leaders.
North Georgia College and State University, for example, offers students that are members of an Army Reserve organization the opportunity to study language at the Defense Language Institute (DLI). Cadets attending this program will receive an associate's degree upon completion of the course and return to North Georgia to complete their degree and commissioning program. 35 Cadet Command must explore other unique opportunities and make them available to all ROTC programs. These academic, language, and cultural programs will better prepare our future leaders for the challenges of a military career; they will be foundational for strategic leader development. However, we must avoid sweeping changes that could affect recruiting and retention of prospective ROTC students. Serious strategic leader development at the pre-commissioning stage, however, is not necessary or even productive beyond selected foundational study. We cannot overlook the professional maturity and personal commitment of the pre-commissioning candidate. Establish initial strategic leader education and training and assignment at the senior captain level. Advanced Civil Schooling (ACS) opportunities must continue to be offered and increased for captains in specialty and operation career branches. 43 Utilization tours following ACS should not exceed two years. Utilization assignments following graduate school can include exchange programs, internships, and limited fellowship opportunities in order to further develop foundational expertise beyond the Army's core competencies. These assignments can also be offered to highly competitive officers without an ACS commitment.
Focus on building strategic leaders early in field grade service; at this point in the officers' career they must demonstrate the professional maturity and sufficient education and experience to build a solid foundation for future strategic leader growth. The foundational training and assignments offered to senior captains complements further field grade strategic leader development; the critical point for strategic leader development, however, must begin early in the field grade years of development. Majors can compete for ACS and joint and interagency assignments. Selected joint and interagency assignments must be coded as Enhanced Key
Leadership Positions and offered to our most successful officers.
Attendance at a Senior Service College following multiple operational and strategic level assignments, as recommended in this strategic research project, will provide more experienced senior leaders who have mastered the Army's core competency and also have acquired expertise in strategic organizations and processes -Army Senior Leader Pentathlete. 44 Two suggested points in Army officers' careers to consider when revising the developmental model for strategic leaders are at senior captain and field grade officer (Major and LTC). Finally, if changes are made in order to develop future senior strategic leaders, experience (exposure) will be the key component in the strategic leader developmental model.
In order to achieve this goal, the developmental process must start early in an officers' career, accepted as a good thing by the officer corps. And the Army leadership must encourage the best officers to pursue strategic assignments at the joint, cross culture organization, and department level. Additionally, there must be incentives for officers to pursue this path. If the culture rewards only officers who stay muddy boots, there will not be a fundamental change to encourage strategic development. The results will remain: senior Army officers without the adaptability and diversity to successfully operate as strategic leaders in a non-traditional environment. The Army can adjust to fully exploit and institutionalize education and assignment opportunities, culminating with the senior service college experience, which will lead to an effective and confident future Army Strategic Leader -beyond the War College.
There is no doubt that our Army produces the best combat leader in the world. But the CSA has a greater vision for future officer professional development. He envisions Army officers as multi-skilled pentathletes; he has expanded the leader development model to include strategic leader development. 46 The Army culture must embrace this vision and change.
Accordingly, The Army's survival as a relevant force may not depend solely on warfighting prowess, but on a balance of political and managerial prowess at the strategic level gained over a career of education and training, assignments, and self-development. Strategic growth of our officer corps must be an integral part of the Army vision for the future! 47 Endnotes
